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Strategic context 

The Faculty of Arts, Masaryk University is committed to fostering an organizational culture in 
which all employees and students have equal opportunities in all areas. It will maintain its 
existing achievements and good practice in the field of gender equality and continue to work 
towards creating a fair, flexible and gender-balanced working and learning environment.  

To achieve this goal, the faculty will create adequate tools and implement the activities listed 
in this Gender Equality Plan in accordance with the vision and goals of the Masaryk University, 
Faculty of Arts Strategic Plan 2021–2028. 

Reasons to address gender equality 

• Setting an ethical and fair working environment for all.  

• Increasing the quality and relevance of outputs through diversity in teams that bring 

about the inclusion of multiple perspectives.  

• Ensuring compliance with legislation and meeting national and European policy 

objectives. 

• Economic benefits – part of the conditions for funding from grant providers (the plan is 

mandatory e.g. for Horizon Europe). 

• Fulfilling gender equality as a requirement for HR Excellence in Research Award 

winning research institutions, at all levels, in recruitment and other career steps, in 

selection and evaluation committees and in a range of other principles. 

The starting points of the plan 

Gender Equality Plan FF MU 2025–2028 builds on the Masaryk University Gender Equality 
Plan 2025–2028 and thus complements the university-wide measures with additional steps at 

the faculty level according to its specificities and needs.  

The proposed faculty measures are based on the results and recommendations of the 
extensive gender equality audits at the FF MU carried out in 2021 and 2024. Both audits 
focused on the following areas: organisational culture, reconciling personal and professional 
life, recruitment and selection, career development, gender balance in leadership and decision 
making, measures against sexual harassment and other forms of gender-based violence, 
inclusion of the gender dimension in research and innovation, and studies and student 
population. 

Implementation and accountability 

The area of gender equality at the FF MU is under the auspices of the Dean and falls under 
the HR Award agenda. The gender equality guarantor at the faculty is a member of the 
university GEP working group delegated from the Faculty of Arts (the list and activities of the 
working group can be found here). 

  

https://www.muni.cz/media/3840242/muni-gep2025-2028-en-k05.pdf
https://www.muni.cz/media/3840242/muni-gep2025-2028-en-k05.pdf
https://www.muni.cz/en/about-us/gender-equality-at-mu


List of abbreviations 

Dept.  Department 
FF MU  Faculty of Arts, Masaryk University 
GEP  Gender Equality Plan 
HR  Human Resources 
HR Award HR Excellence in Research Award 
HRA Team HR Award Manager and HR Award Specialist FF MU 
MU  Masaryk University 
OPP  Project Support Department 
OVV  External Relations Department 
PO  Personnel Department 
SoMe  Social Media, Social Networks (Instagram, Facebook, LinkedIn, YouTube, etc.) 



Gender Equality Plan of the Faculty of Arts, Masaryk University (GEP FF MU) 2025–2028 

1. Transforming the internal culture of the organisation  

Deadline  Target  Measure/action – description  Target 

group  

Responsibility Indicators  

Ongoing 

2Q/2027 

Raising awareness 
on gender equality 
issues. 

Raise the profile of gender equality, 
spread awareness of existing 
measures (Program Board, contact 
persons, ombudsperson). 

Employees 
and students 

HRA team, OVV A website “Safe Faculty“ created 

A signpost of options for dealing 
with problematic situations created 

Information campaign implemented 
(news, newsletter, SoMe posts) 

4Q/2025 Implementing of 
mapping of reasons 
for leaving FF MU. 

As part of offboarding, conduct exit 
interview aimed at identifying 
reasons for employee leaving. 
Evaluate reasons and propose 
measures towards retention of 
employees. 

Leaving 
employees  

HRA team Leaving employees are contacted 
for an exit interview 

4Q/2026 Developing leaders 
in the use of 
evaluation as an 
effective 
management tool. 

Implement training for supervisors 
on how to effectively use the 
evaluation system, including working 
with parents upon return from 
maternity or parental leave. 

Heads of 
depts. 

HRA team Training implemented  

4Q/2025 Assessing 
awareness of tools 
to resolve rights 
violations 

Include questions in the HR Award 
2025 survey focused on familiarity 
with tools to address employee 
rights violations. 

Employees HRA team Data on awareness of tools to 
address rights violations obtained 

  



4Q/2027 Promotion of the 
rights violation 
resolution tools. 

Raise awareness among students 
and employees about the use of 
infringement resolution tools. 

Employees 
and students  

HRA team, OVV Information campaign implemented  

2Q/2028 Creation of a space 
for leaders to 
support and share 
their experiences. 

Organise at least two workshops 
aimed at sharing the experiences of 
heads of depts. and their deputies in 
understanding their managerial role 
and sharing good practice, including 
the area of gender equality. 

Heads of 
depts. and 
their deputies 

HRA team Two workshops for the heads of 
academic and non-academic depts. 
and their deputies delivered 

4Q/2028 Further 
implementation of 
gender-sensitive 
language at the FF 
MU. 

Further implementation of gender 
sensitive language on the website 
and social media. 

OVV, PO 
persons 
editing 
departmental 
websites and 
managing 
departmental 
SoMe 

HRA team, OVV Creators of the content of the FF 
MU websites and social networks 
trained  

 

2. Gender balance in leadership and decision-making 

Deadline Target  Measure/action – description  Target 

group  

Responsibility Indicators  

Ongoing 

(4Q/2025 – 
Dean 
election 
campaign) 

(4Q/2026 – 
campaign 
for 
senatorial 
elections) 

Maintaining of 
gender balance in 
leadership and 
decision-making 
positions  

Outreach campaigns during the 
election and nomination period will 
include an appeal for women 
candidates and the principle of 
gender balance in leadership and 
decision-making positions. Building 
on good practice from the 
information campaign during the FF 
MU Academic Senate elections 
2023/2024. 

 HRA team, OVV Faculty management – gender 
balance in the number of male and 
female vice-deans 

 

 

Academic Senate – gender balance 
in the number of female and male 
senators 



3. Reconciling personal and professional life 

Deadline Target  Measure/action – description  Target group  Responsibility Indicators  

3Q/2026 Supporting parents 
on maternity or 
parental leave to 
return to the 
workplace. 

Develop a procedure for maintaining 
contact with employees on maternity 
or parental leave, developing a 
preliminary plan for their return to 
the workplace. 

Employees or 
doctoral 
students  
on maternity 
or parental 
leave, heads 
of depts, PO 

HRA team, PO Meeting of parents on maternity or 
parental leave – discussion of their 
needs 

Methodology for leaders (maternity 
or parental leave management + 
training implemented) 

Parents on maternity or parental 
leave invited to internal faculty and 
department events 

 

4. Recruitment, selection and promotion 

Deadline Target  Measures/actions – description  Target 

group  

Responsibility Indicators  

4Q/2025 Support of gender 
equality in 
selection 
procedures and 
elimination of 
gender bias in 
recruitment. 

Increase the number of gender-
balanced selection committees. 
When forming a committee, add an 
appeal for gender balance of the 
committee, including the possibility 
of nominating persons from different 
directions in the field working outside 
the department. 

Dean, chairs 
of selection 
committees, 
PO 

HRA team Chairs of selection committees 
receive a request for gender 
balance of the committee at the 
time of nominations 

2Q/2026 Diversification and 
internationalization 
of employee 
population. 

Limit inbreeding during selection 
procedures. Include relevant 
information into the Guide to the 
selection procedure at the FF MU. 

PO, selection 
committees 

HRA team Relevant information included into 
the Guide to the selection 
procedure at the FF MU. 

 

5. Measures against sexual harassment and other forms of gender-based violence 



Deadline Target  Measure/action – description  Target 

group  

Responsibility Indicators  

3Q/2027 Elimination of the 
prevalence of 
gender-based 
violence and 
harassment. 

Include information on methodology 
for resolving sexual harassment 
incidents at MU on the Safe Faculty 
website. 

Employees 
and students   

HRA team, OVV Website supplemented  

 

6. Research and Innovation 

Deadline Target  Measure/action – description  Target 

group  

Responsibility Indicators  

4Q/2026 Increase of 
awareness of the 
gender dimension 
of research among 
researchers. 

Create a "Gender in Research" tab 
on the FF MU website containing 
information, resources and contacts 
in the field of gender dimension of 
research. 

Researchers HRA team, OPP Tab created 

 

7. Collection and monitoring of gender-disaggregated data 

Measures are set at the university level in the GEP MU 2025–2028. 



8. Study 

Deadline Target  Measure/action – description  Target 

group  

Responsibility Indicators  

4Q/2027 Support lecturers 
and students in 
potentially 
problematic 
situations. 

Create a Guardian ARTS program. 

The program is designed to train 
lecturers to identify a student in 
crisis who may be a potential risk to 
themselves or others, and then to 
design and implement behavioural 
interventions to help integrate the 
student into the university 
environment.  

Lecturers 

Doctoral 
students in 
the context of 
developing 
teaching 
skills 

Dean and Vice 
Dean for 
Doctoral 
Studies 

E-learning including evaluation 
developed 

Target group employees trained  

Core working team established to 
deal with individual cases 

4Q/2027 Promotion of 
inclusive and 
gender-sensitive 
teaching 

Include the area of inclusive and 
gender-sensitive teaching in the 
emerging faculty part of the system 
for developing pedagogical 
competences of the lecturers. 

Lecturers HR team, 
faculty 
ambassador 
and lector of the 
system for the 
development of 
lecturers´ 
pedagogical 
competences 

The area of inclusive and gender-
sensitive teaching included in the 
training materials 

 

9. Allocation of human and financial resources  

Term Target  Measure/action – description  Target 

group  

Responsibility Indicators  

Ongoing Maintaining staff 
and financial 
support for gender 
equality 

The gender equality agenda is part 
of the HR Award Manager's job 
description. 

Employees 
and students   

Dean  The faculty has a gender equality 
agenda guarantor.  

 


